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ABSTRACT 

The Vocational Leadership Development Program at 
Indiana University of Pennsylvania prepares individuals for 

leadership roles in curriculum, Supervision, and vocational *_ 

management i „ i t _is Jjase 

categories frommanagement of curriculum to management of personnel 
to management of business and finance.. Students/interns enrolled in 
the program must develop prescribed skills to a predetermined level 
of application — guided application , independent application , or 
mastery. The program follows the career ladder approach and together 
with the open-entry, open-exit concept permits considerably 

=—t ip^bi^-ty^o-' interns in selecting career options. An important , 
integral link in the training process is the local ih-house helper, 

* usually the director or supervisor of vocational education, who 
v provides access to authentic experiences. Interns are able to 
\ undertake projects for the director or supervisor and ^ thereby* 
satisfy skills in the leadership program. The local educational 
agency benef its A since^the intern incorporates state-of-the-art 

f theory and practical application skills in addressing project 
objectives. The university benefits from the opportune 
to apply administrative skills in a rea! school ifivirohipeiit. 
(Appendixes include a description of the program, a competency list, 
a sample competency assessment fornix and competency development 
plan.) (YLB) — — 
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-"" " t . Vocational Administrator Preparation:, _ 

; Meeting the Challenge of EcohOTic Renewal* 

(%J - - . . Introduotiori 

Q> Historically, America's schools have been the instit ution on whose 

<r\i 



programs and activities have been pinried the hope for a better society. 



Consider the response to Russia's launching of Sputnik in October in 1957. 
IJJ At that time. the public schools were seen as the only vehicle capable of 
w leading the way to asserting America's technological, material, and 

3 _ _i _ 

military strength. Challenges to our schools are not new. Presently, a 
major transformation is taking place in our economy. It is characterized 



by: a. shift from heavy, basic manufacturing to the production of high- 



"~€eehriology goods; the accelerated growth of small business; the rapid- ■> 
growth of producer * consumer and information services; and the introduction 
of automation into production. 

___. At- the-same- r -trime our workforce is - changing; In" the past, business 



and industry had a large pool of trained workers from which they could 



select. Today, however, fewer youths are available for employment while 

/ _ _ 

the number of workers who are adults now and presently irr the workforce is 



swelling. In the future, most of the newly created jobs will have to be 
filled by present-day workers — workers who have experienced some form of 
updating or retraining. 

This is truly a time of change and crisis in the U.S. workplace, arid 
schools have an absolutely crucial role to play in preparing individuals to 

j\ 
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meet the challenge. Tip a degree Unprecedented In history, our economic 
growth and development, will be determined by tfie strength of our education 
system. . - — • 

The implication* of this fact for colleges _and universities that 
prepare vocational leadership personnel is enormous ; Contemporary 
vocational administrators will require skills unheard of several years 
ago , much less taught at universities. Consider, for example, the 
following societal expectations held for our vocational schools:. 

1 -Prov iding, fo r the needs of dislocated wonkfira_«~ — : — 

T If; Estabiishing~critical skills and customized job training programs. 

3 . C us t omi zing c ur ric ui um development . — ■ 

jz~~ — prei^^g^^esi"To^he workplace for women .and minorities. 

5. Promoting intergen^rational vocational training and retraining. 

6. Analyzing the labor market continually with effective and. 
coherent strategies. 

7. Meeting the challenges of innovations and advanced technology. 

8. Developing effective and coherent strategies for articulation and 
collaboration -with appropriate publics . - ■ 



Admittedly, the above is only a partial list of the expectations 
confronting present-day vocational leadership personnel .•■ Nevertheless, it 
does serve to underscore the complex, diverse, aruj U sonetime s disenchanted 
environment in which administrators are required to perform. It also 
provides a significant statement as to why leadership preparation is more 



important than ever. 
THE PROGRAM 

The vocational leadership development program at Indiana University of 
Pennsylvania (IUP) has recognized the heed for flexibility, timeliness, and 
relevancy in training vocational administrators. The program is based on_a 
series of 136 competencies ranging in categories from Management of 
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Curriculum to Management of Personnel to Management of Business and 
Finance. The entire list of ccmpetericies hs* teenl validated for 
Pennsylvania Vocational administration, arid is reviewed annually; 

Students enrolled in the program (called curriculian specialist, 
supervisor, or director interns) must develop prescribed skills to a 
predetermined level of proficiency — guided application, independent 
application, or mastery. Attainment of each skill is determined through 
the use of competency assessment instruments — one instrument Tor each 
competency^ and each is independently scrutinized by three individuals 

" prior to being accepted . 5 ; - • * 

" The~"p?bgf"am roJTows~£fie career ladder approach and together */ith the 

open-entry, open-exit concept permits considerable flexibility to interns 
in selecting career options. That is, an intern may select the curriculum 

specialist option and exit the program- having developed ~the required 39 

competencies; or by adding 24 additional competencies may exit with 
supervisory certification. Lastly with the attainment of 45 more, 
administrative certification' could be the option of choice . With 

; acceptable documentation, an intern is given credit for any skill developed 
in the past. . # . 

An important, integral, link in the training process is the local 
° inhou3.e helper, usually the director or supervisor of vocational education. 

These individuals are close to the day- by-day operation of a school and are 

& ' 

able to provide interns with practical assistance concerning individual 

competencies. The inhouse helpers invest a considerable amount of time in 

the training of the interns. ..In addition to daily meetings with the 
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interns to discuss progress with their competency development', the inhouse 
helpers provide access to authentic experiences such as working with the 
executive committee of the Kiwanis or Rotary Club, appointment to local 
industrial/ business councils, involvement with the school's lay advisory 
committee, providing exposure to the school's financial structure and so 
forth ^ 

As interns progress through the leadership program * it becomes 
apparent that by satisfying their skill development heeds they are also 
— srbl-e- to add x^ ess lo ca±~3jgvgi~ goals and objectives. That is, their 

preparation program enables then to assume responsibility for fc projects 

normally undertaken solely by the administration. For example 9 assume the 
director is presented with the opportunity to develop a customized job 
training program for a local industry... The responsibility. for this project 
could be assigned to the leadership intern since ten or twelve competencies 
"deal almost exclusively with "such a project • The intern would undertake 
• the project with a certain amount of enthusiasm since it is both a real, 
actual project and she/he will be concurrently satisfying several skills in 
the leadership program. An advantage of such a mutual arrangement is 
exemplified in a, coliaboratiQn between the LEA and the university. The LEA 
will benefit since the intern will be incorporating state-of-the-art theory 
and practical application skills' in addressing the objecti ves of the 
project. The theory is acquired by a number of ^current resources developed 
at the national , state, and local levels . Both intern and LEA will benefit 
from the invol vement of the university via the identification of resources 
and offer of technical assistance. The university benefits from the 

4 
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doll abb rat ion since a planned outcome of the leadership program is to train 
interns who have gone beyond conventional simulation into actual 
application of administrative skills in a real school environment . 

The same synergistic effect can be applied if, for example, a need for 
articulation with industry and/or post-secondary education exists, or if 
the vocational institution is being called upon to provide for the heeds of 
dislocated workers via the conventional adult evening school or through 
emerging intergenerational training concepts. Aii of these societal issues 
can be addressed at the LEA using the leadership intern, LEA, and 
university cooperation. 

In summary, the competency-- based administrator education program at 
IUP's Center for Vocational Personnel Preparation prepares individuals fop 
leadership roles in curriculum, supervision , and vocational management. 
The program is a cooperative venture with local vocational education to 
provide leadership training that is both relevant and responsive. 
University facrulty and peer administrators at local education agencies 
recognize that they need to work together to prepare education 
professionals for what will confront them as contemporary vocational 
leaders. The program promises to be a proactive force in stimulating 
economic renewal. 

The following documents will provide additional details of the 
Vocational Leadership Development Program at Indiana University of 
Pennsylvania. 
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VOCATIONAL LEADERSHIP DEVELOPMENT 



Although IUP f s vocational leadership /has been underway for 
several years/ it is still in its infancy. At the end of each 
academic year/ evaluation instruments are sdmi ni stered to each 
participant in the program- 1 -! riterris^ field resource per sons / 
faculty^ and in house resource persons. Based upon the responses 
from each, modifications are made to the program making maximum 
use of the strengths as well as remedy weaknesses^ 

This document will" present the satient features of the 
vocational leadership development program at ItfP's Center for 
Vocational Personnel Preparation Programs 
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Several studies were used in identifying and verifying 
the tasks (or competencies) ,need^d by vocational! leader s 
(Ramp/ 1974; Norton^ et§ aU#_1977; Cotrellarid English/ 
1978; Cot rte t t and Dun ton / 1 97 9| Dunton/ 1 97 9/ Cot re I I and 
Casler/ 1980; and Drake/ 1980). From these studies/ a list 
of tasks were presented to a variety of leadership personne^ 
and vocational agencies for validation on a statewide basis. 
Additionally/ the list of competencies wis validated for ase 
in western Pennsylvania prior to implementation of the pi tot 
program and have: been further subjected to empirical 
validation* • 



All of the students enrolling in the program (called 

leadership interns) are provided with a list of the required 
competencies (attlched)> a list of th<? elective competencies/ 
and Leadership Perf ontiance Assessment Forms (tPAFs) whi ch 
contain evaluative criteria for each competency for which 
leadership intern^ are held accountable (see attached sample 
for Competency ND« 722). 

9 * ' ■ 
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The requirement in Pennsylvania to receive vocational 
leadership cert if ication is founded on skill development and 
related theory acquisition rather than an accumul a t i on of 
semester hoars of credits therefore* lUP's leadership 
program is based on demonstrated competency development. As 
with any no n- 1 r ad li t i ona I de I i very system/ a uh i qu^ blend i h g 
of the universi ty 's time-based frame and the leadership 
program's competency-based f rame--where learning- i sthe * 
constant 'and time is the va r i ab I e-* wa s necessary. That vs> 
for every three competencies developed/ one credit is 
awarded. Rbwev er / • ex i t from the prog ram . i s - de term i'ried only 
by - competency attainment rather than credit. 



The curriculum specialist assists instructor^ with 
curriculum development and instruct ionalplanning. _*^ e 
supervisor assumes the same r «sponsibilities#with t he e 
addij i on of assisting instructors w i t h pedagog i ca t sk i t l c 
acquisition. The director 1 s role encompasses the rotes of 
the curriculum specialist jnd supervisor as well as 
categories of competencies inc tudi ng management of fiscal 
affairs/ buildings and egaipment/ and greater f** : 
responsibilities in categories of management of personnel^ 
support services^ and internal and external communications. 

Thirty-nine competencies are needed-fbr the vocational 
curricotam sp^cia list levels With the dev|lppmeht of 
twentyf our a :addi t idnal competencies (sixty-three total)/ th<?- 
cand i d a t e 1 5n exit with vocationa I supe r v i si on ce r t i f i c a t ion. 
Finally/ a candidate* can remain with the leadership program 
and develop all required competencies for the d i fee tor • s/ 
credentials* (Approximately 1 1 5* from a pool of 136).. 

True to the opehrehtfy open-exit concept/ the leadership 
program can .accommodate, the career a spi r a t i ons of any bona 
J i de cand i date. The applicant can "lump in" at any time/ 
corit f hue developing competencies/ and j ump out" when the 
r equ i s i t e number of compe tenc i es for a particol ar/ program 
( cur r i cu I um spe c i a I i s t / ^upe r vi so r > or di ret; tor ) /have been 
atta i ned. Or a candidate mjy ente r the progr amvand rema i n 
with it Until all competencies have been developed "across all 
individual programs. 
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A tl compet encigs are developed in an actual school 
situation using the 'instructional and support_staffs o , f the' ! 
i oca I AVTS as a T ^ ? ^ a ? ? ro 9 m *- a ^9 rat 9ry»_ _ No -<^ d ? 55 *?_ ? r ? _ 

at t ^? ? n i??^ s ]^y? ? nc * w j?* i _y e ry_??^_ exce p? ions# 

no competency is developed in a simulation settings the 
field-based feature enables an intern to immediately apply 
theory into pract ices 

sassis sisesssiiitiii fsa l£A£juu£ 

Unique to competency-based education (CBE) is t he 
division of r es po iris i b i I i t y i ri assisting interns in the 

— — — d e v e^-OiD^ri. e-nX~~oJ — t h e i-r i_rij±L.vi dual — c-o nip e te ^c i es« Th^h s — 



•r e spb ri s i b i I i t y . i s shared by four me nib er s .6 f • . ■ t H e t r a i ri i in g 

teain^f the local ih-schbdl resource person arid helper (SLRP)/ 
the field resource person from the university (FRP)/ the 
university senior teacher educator (STE)/ arid the intern 
her/himself 

Ideally/ the intern assumes a majrr portion of the 

learriirig> with the school leadership resource person (SLRP) 
helping with skill de ve I opmen t > the sVni or teacher educator 
(STE)coordinatingthe activities of the others and assuring 
consistency throughout the entire training process/ and the 
university field, resource person CFRP)helpingwith 5^1 1 1 
Integration. The deg re « to which this ideal is real izied i s 
dependent upon the commitment of the intern to apply 
him/herself w ho t ehe a r t e d t y to the seriousness of the progranu 



All leadership candidates are expected to meet both 
university arid state requireSehts for admission to the ^ — 
program* Such requirements include (at present) satisfactory 
vocational teachi rig [ experience . (three years for supervisor 
arid cur ri cul urn spec i a I i st candidates* five years for director 
candidates)/ a recommendation from a vocational 
administrator/, written agreement by I ri ad mi rii s t if at d r w Tl I s rig 
to sponsor the candidate at a local school/ arid diagnostic 
assessment. Together with a personal interview with the 
program coordinator/ a 1 1 the adm i s s i on - c r i t er i a e we i ghed 
to determine a candidate's suitability. 



Additionally/ certain university and graduate school 
requirements are imposed, for continuation in the program and 
advanced degree w°orfc. 
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* ' Sihc^ah interrt is riot required to attend classes* it 

becomes important to assure alt concerned that a suitable 
knowledge base is established for each competency Theory 
for each competency is delivered via a series of y modutes 
carefully prepared by a number of sources: t hfc Na t ion a t 
Center for Research in Vocational Education at the Ohio State, 
University* The American Institute for Resear c h / tH r gi n| a 
Polytechnic Institute* The Pennsylvania Research Coordinating 
Unit* and locally d^evetoped mo.dutes/competency guide sheets. 
Major relianc? is placed on the Ohio State University and the 
Pennsylvania RCtJ mo'dutei because tfiey align themselves so 
closety with ItJP's programs 

*~ T o as_sttiLe__a_ sound cognitive bas^e-has been developed/ a 

series of competency guide sheets (CGSX are being developed 
for each competency* To date/ approximately 60 of these s 
guide sheets Have been. written and disseminated tc^ the field. 
Each CSS identifies resources for theory/ incorporates a 
development plan/ suggests items of documentation/ and forces 
the intern to review the Leadership Pe.rformahce Assessment 
Fbrm^LPAF) to any developmental work. Some C6Ss are 

• $ * I f - cont'ai nfed and f unc t i on\ i dent i c a I to a module. As^p ^ 
result/ these guides will provide theory in depth for only 
one competency at a £ime/ thus both s i frt p I i f y i ng and add i ng 
rigor to the process, (See sample sample 'attached, for 
Competency No. 72 2 • ) 



In the leadership development progfatn/ tine is ftexible 
for t Ijje i nd i vi dua 1 i n*e r ns * wh i t $ the ex it req iirement s/ 
(i.e.* learning) remain constant. A t 1 i nt e r n s tnos t attain 
the competencies at the level specified to complete the 
prog r t am. For some " i t may be as Jhort as two semesters/ but 
it may be as long as s'everat semesters for thosr who enter 
with littte practical, administrative exoerienc^.i 

\ Mention was ma5e above concerning e I ecti ve competencies. 

To add a greater degree of flexibility/ as well as 
"pe» sonatize" an intern's, total program/ riot all competencies 
are requi redi An intern may select as many as eighteen 
competencies (for the supervisor^ program; 55 fpr the 
Director's program) from a large pool if those prove to be 
more suited to conditions/ applicable to' local needs* and/ or 
customize the intern's program. 
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The individualized nat urjcj^of the program in the context - 
of a one-to-one relationship calls for emphasis on t 
interpersonal cbmmuhi Ration ski 1.1*8. being practiced ori*att- V 
levels of the program. These ski 1 1 S must be_ used by the \ 
'differentiated staff of the program to establish a mo*de I for ^ 
the interns to use in developing helping skills which will 
enhinc e t heo^c c^apab il-i t i e s i n- wor k i fig wi t h o t he • Goo d « 
human re t at i on s hips in day-to-day activity must be' 
exemplified lay a lU . ^ , - „ 



At 15 re sent * the vocational leadership program utilizes a 
coord i na t or * a se ni rtfr teacher educator' (STE)# a - field ■ 
resource person ( F R P > * and a_Schobt teadership ** e ? ourc *_ 
Person (StRP). P'lans inctude atitizing senior staff for ; 
additional input in the training process as the need arises* 

the coordinator assumes the responsibility to review all. 
the admission criteria* evaluate the program* review the 
completion of an int^f^s program* and coordinate the 
activities of the leadership program wi th other programs of 
the Center. The responsibility of the FRP is to assist the 
interns with skill integration/ conduct the theory debriefing 
process* and arrange for the small group seminar meetings* 

• 1 The SLRP coordinates the activities fequired by each j 

coippetency with the school's activities and pfovides suit jbte 

^ ZZ&fxffctr tuni t i es for the intern t-b develop individual skills. 
* Th^STE .essentially acts as a program advisor and ties all 
elements together. 

£tiSi£fik SUEEBSiSiSS 

_ 3 . ; _ __ ____ 

The clinical supervision concept is practiced in this 
program since most of the assistance prpvid.ed to and by th* 
interns i s on a one-to-one basis. I t i s cons t ant t y 
emphasised to* each intern to Bork with indivjduat instructors 
with an aura of a bona f i de h etffj ng attifcpdes Through the 
leadership interns* each instructor must ^row prof essi onal ly 
via s e I f- ev a tua t i on to reach her/his full potential of 
self-actual izatior. 

One comp-etency rr qui red in all programs at a mastery. 
t*ve t is No, 7 74 * "Con due t J\e t pi ng Conferences with 
f acu tty/S taf f Members*'* through this competency* -t he helping 
skills are honed to a fine degree and constantly practiced. 
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Wh_ile program requirements dictate a minimum of eighteen 
competencies per semester (six cT^dits are required oh a_ 
, t hree-competericy~ f br-brie credit b~asis>./ irTterhs may develop 
.as man y c bmpet en c i es a s their energy and the situation in the 
particular school will permit during the semester. Ojje may 
develop eighteen or thirty depending on the situation^ All 
interns must have a minimum of two instructors outside their 
occupational specialty to assist each week in order to obtain 
minimal experience in the vd cat id nal curriculum specialist 
and supervisor development programs to assure confidence in 
dealing a i t h all, areas of v oca tional education. 
* * ■ 

1 ._■ _ JR 

XE&IsflUI ££5IUE£ 

4 " • 4 

Application level competency documentation * s _P°? s ^te 
•through appropriate :fot;ins of evidence. That is#jf irrtems 
^ * be-l ieve they a I r e ady- poises* competence fon a part icutar task 
(fVom past exper i ences) >, \i t is necessary only to gather the 
evidence ( I e 1 1 e r s > memos/ ,fornis/etCi) documenting that 
-~ caxipe t^enc ei To assist in the documentation process/ a guide 



sheet is provided (see attached sample/ "Guide f<yr Competency 
Documentation.") 1 

• * s - ?? V _ ■ - _ _ ' 

Irvt$rhs/ additionally/ must be cleared on the necessary 

theory 'Supporting an appfeixjXi on level competency before 

being approved on the attainment of a particular competency 

at the application level* In other words/ interns must 

. demonstrate a cognitive ba^e as well a$ physical : 

,/v documentafibn. for the test-but feature. 

At t he be g i n h ii hg^p f each semester/ an intern/ the SLRP/ 
and F1*P witl discuss which competencies can be developed for, 
that semester. A document has been developed to assist in 
this heeds. assessment J (See "Needs Assessment" section 
below/ p. 8). Based upon this discussion a plan is 
formulated (called a contract) listing the competencies in 
sequential order that the training team (SLRP *hd FRP) and 

-. ; the intern agree are the ones to be developed for that 

semester. This plan is tailored to the unique andjndiwidual 
needs of the intern sad the local schaot situations- 



x 
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As pari of this discussion* 1 n t e tL^s _] _ t o se t ec t 
any competency to develop which yitt sutt thei r particatar 
needs at that time. If rn opportunity arises that would 
expedite compteti h§ a parti cular competency/ an intern may 
• take advantage of that opportunity. 

Ih g t he. process of developing a competency* an individual 
will have theory needs as well/ which may be met both by 
individualized assistance and the selection of ^the 
appropriate module and/or learning experiences* 

4? 

£BIIIUL5II2tS * , 

c V - ' 

The leadership development program Hfcaci i I y lends itgelf 
to cooperation and sharing of skills in a number of ways. It 
was noted above that curriculum specialists and' supervisory 
interns must have a minimum of two instructors serve each 

: week* Those' instructors may be beginning .teachers enrolled 
in IOP's level I or level II program* As such/ with this 
assistance/ the intern may function as a sch.ool resource 

f person with the level I or level II programs while at the 
same tinre fulfilling the responsibility to the leadership 
program* - * 

/ . ■ ;__>*___" • ' 

Additionally/ the intern may perform useful work within 
the school itself* For example/ .with t h'e curri culum and 
instruction skills being deve loped/ t he I at est in cur r i cat am , 
development theory and instructional systejis are integrated 

directly into the school. Hi e-, i m p I emen t a t ion— of t a f f 

development plans/ staff evaluation plans/* and advisory 

committee maintenance are other examples. whic(j can be cited 
i'ri this area of work beneficial to* the schools 
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Very early in an interns program a needs assessment is 
conducted to assist in the i rid i vi dixa I i z a t i on pr oc e s s • T he 
. iriternf SLRP/ and former supervisors (i f any) concurrent ty 

and independently review each competency statement as it 

relates to the intern's deg r ee of c omrpe t ence. ? pa T at e 

assessments are then compared to determine the extent to 
which each competency is to be addressed— that is<F which 
will be "tested out>" which wilt be f ul ty '^devetoped# and 
which needs just a little more experiences 



This needs assessments uses the following rating scale: 

1 indicates awareness level 

,5 __ _ 1 _ -J 

2 indicates understanding 

(levels one and two are essentially theory) 

3 Gaided application 

A Independent applicatibri 
5 Mastery 

(levels three/ four/ arid five are obviously application) 



IHfilY 12UAkl"I£Ji ~ £S£5£SiEII2M5 — r ~ 

Once the assessment has been completed and the 
• competencies to be developed for the semester are selected/ a 
plan for the development of each competency is prepared* -The 
plan/ or Competency Guide Sheet /detail s (a) which specific 
criteria on the LPAF wilt be addressed/ (b) the theory 
resources covering the criteria/, and ^ c *_ ari 1 ^ emerit at i on 
scheme for developing the competency at the requisite level, 
f he^presc ri pt ion is developed jointly by thr intern arid SLRP 
further ref ining^ the process of individualization. See 
"Modularized/" ps A and "individualized/" p. 8). 
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■in the process of developing a competency/ i nt erns are 
ptdyided with feedback from SLRPs and FRPs to assist them in 
se I f - e va I ua t ion using the LPAFs at an application tevet 
development. A debriefing of selected teaming experiences 
in the leadership modules or CSSs is used to establish a 
sound cognitive base. ?y _ * he ? e ^?_??*? re _^_ t ^?_ prc) 9 r * m ' 
each intern receives continooos feedback from * ^ e _* n ^ > 
staff as we 11 as the local professional staff being assisted. 



£¥4LU4II£U fif £5!3££I££!£I ftliAiiSEiiii 

Once an intern feels that the appropriate level of 
application has been attiined in a given competency/ there 
are three stages of review. the first stage/ a careful 

self-evaluation by the intern is conducted .using the 
assessment instrument (LPAF5 including the selection, 
preparation/ and presentation of tangible evidence of 
suobort; i.e#/ physical document at i bn« - 

In the second stage/ the school leadership resource 
person .( S L R P ) reviews the ma t e r i a I § _ 5 re s en t ed by the interns 
and rates her/him utilizing the LPAF. During the last stage/ 
the FRP reviews all material and approves the attainment of 
the competency or/ in consultation, with the StRP (and/or 

STE ) / directs the recycling of appropriate learning- c , 

experiences and/or the presentation of additional eiHdence 
— ter--d cH: UirHe^^^ - : 



£fiUH£lL fl£ L£ae££SbI£ EHUISIQBI &£ai£M 

the leadership program has Been functioning since 
February/ 1981 and has Jeen serving variously six to twenty 
interns at any one times two interns have exited the program 
successfully and several others are close to their 
culminating experience! 

As a terminal experience/ each leadership intern is 
expected to present him/herself to a review panel consisting 
of at least one representative from local AVTS 
administration/ outside AVTS adm i ri i s it ra t i ipij / |nd university 

faculty/ both senior staff and field staff. Our i ng t he 

Council of Leadership Review ( C 0 L R ) the intern will present 
all the competencies in her/his program/ together wi th 
supporting documentation to the review team/ display "a brief 
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sample of her/his leadership skills via a videotaped 
recording/ participate in a discussion of those skills* and 
submit a written response to a case study received Jn 
advance. 

Contingent upon the intern's past skill development # 
present skill i rit egrat i dn> and evidence of futare^ 
intent ibrill ity> both local vocational administration and 
higher education dill assume responsibility of recommending 
the candidate for certifications — 
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INDIANA UNIVERSITY OF PENNSYLVANIA 

Center for Vocational Personnet Preparation 

c 

Director of Voc a t i ona t Educa t i on 
Total List of Competencies 



7 01 — De ve I op — a— s-c h ool philosophy — for voc a~t i Ona I edUc a tioh. 

702 Cooperate with community power structure to obtain 
support and approval of the vocational education 
program, ( 3) 



703 
*704 
*705 

706 

707 
708 
709 
710 
711 



ERIC 



Cooperate with other educational agencies in 
vocational education planning and operation. (3) 

Obtain input from the general advisory committee in 
establishing curricula for vocational education. < 4 ) 

State objectives of vocational education consistent 
with the vocational school philosophy; <A) 

Identify DODulat i on for vocational education needs 
assessment. (3) * 

Determine data gathering strategies^ (3) 

c_ . <, - 

Generate a needs assessment i-nstrament. <3) / 
Train data collectors; (3) /■ 
Administer needs assessment instrament. (3) / 



Incorporate business and industry manpower : j 
project ions* student interest* census data^y 
and other appropriate community i hf prmat i brr da ta : 
in determining the vocational education prigrams, 

mend a t i b ri is for v b c a y i b n a I 



712 


Ma 


ice 


cu 


r ri cut ar rec 




pr 


og r 


am 


s* (3) 


*?1 3 


As 


s i s 


t 


instructors 




e x 


i st 


i ri 


g craft advi 




AS 


s i s 


t 


i hst rue tors 




va 


lid 


at 


e with craft 




As 


s i s 


t 


instructors 




to 


r c 


ur 


r i cu la • (4.) 




(3) 
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— 716 Assist— instructors to develop qenera I; goats and 
objectives for curricula^ (4) 

♦ 717 Assist instructors to obtai n exisji ng ana tyses or 

to generate occupational analyses. <4) 

♦ 71 8 Assist instructors to write task statementSi < 4 J 

_k_7-1 9 -A^-s-i-s t — i-ns^-ra irfo rs~ \ cr-tt t e ctr'qc ^ p a ri b h a t rSTiTS 

appropriate for instruc:tijn and validate with 
craft advisory committees^ (4) 

_ >( 

720 Assist instructors to develop occupational grids. (4) 

* 7 2 1 Assist instructors to analyze tasks.' (4) 

*722 Assist instructors to develop terminal perfbrniahce 
objectives^and validate with craft advisory 
committees* ( 4 ) 

*723 Assist instructors to' compile curriculum frjWwork 
documents. (4) 

♦724 Assist administration to prepare state approval 
applications. (4) 

725 Obtain approval for a vocational education program* (5 

*726 Assist ins true tors to comply with state and federal 

laws and regulations pertaining to general and 
vbcat ional education curricula. (3) 

727 Assist instructors to provide vocational education 
designed to meet the needs of all persons to be > o 
served. (3) « 

728 Assist instructors to assess curriculum 1 content with 
former student sand employer f ot tow-up study data. (4) 

% . ______ ^ 

729 Implement curriculum content modif i catibrisi (4) 

■ , } : ._. 

♦ 738 Implement a systemat i c evaVuFt :i oh of the vocational 

education curricula to facilitate management decisions. 

■ . p :i v _ _ . _ <* 

731 Prepare proposals rbr curriculum development,. <3) 

732 Project long-range ( j>-yea r) program needs for 
vocational education. (3) 

■ •* , ■ • • 

^ _ ■-.*■. 
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Babasfipfint si lnsicuttiQD 

733 Evaluate process and product teaching performances (5J 

734 Assist instructors to \ determine the heeds and 
interests of stadentSi (4) 



1 3-5 A ssjjj instractors to Jewetop enabling 

performance objectives* (40 

>t" " 

736 Assist instractors to sequence performance 
objectives. (4) # 

737 Assist instructors to develop units* of instruction (4) 

738 Provide appropriate vocational educational materials/ 
instructional aids/ arid resource persons, (4) 

ristructors to write lesson plans." (4) 

. . _ ___■__<!___ 

ristructors to select teachi nq/tearni nq styles. (4) 



739 


Assist 


74 0 


Assist 


74 1 


Assist 


*742 


Assist 


743 


Assist 


744 


Assist 


mat er i 



(4) 



Assis t instruct or s to implement instructional 



materials modifications* (3) 

745 Assist instructors to develop skills in—individualizing 
the execution of inst ructions <4) 

746 v Assist instructors to develop skills in the execution 

of instruction for groups cf students* . (4) 

747 Assist instructors to develop ski I ts in mediated 
execution of instruction. (4) 

748 Assist instructors to dev^l bp ski 1 1 s i n the 
evaluation of instruction. s . C4 ) 



74 9 Assist instructors to develop shop Ac I as s room 
management skills. (4) 

750 Assist instructors to develop guidance skills. (4) 

751 Assist instructors to develop ski lis in planning 
arid i mpt emeriti ngfn effective schoot-commanity 
relations program- (4) 
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752 Assist instructors to develop ski tts in planning f 

and implementing a student vocational orgsnizationi (4 > 

75 3 Assist instructor's to mairitarn a viable professional 
rote and to direct student teicher de ve looment * (?) 

754 Assist instructors to plan a cooperative education 
program^ (4) 

755 Assist instructor^ to implement a cooperative^ 
education program. (4) 

*756 Evaluate the vocational instructional program, (4) 

757 Maintain ah economical delivery system which 

achieves the stated vocational objectives. (3) 

758 Assist instructors integrate the activities of 
student or g jani zat i oris - wi t M _ t he vocational 
instructional program, (4) 

759 Assist instructors to provide vjcational instruction 
to serve special heeds students. <4) 

760 Maintain a schedule of instruction to. mjet the 
needs of individual vocational students^ (3)-' 

*761 Comply with I a ws> ru Us> regutafi ons^ and policies 
relative. to vocationa t educ at ion instruction^ <4 ) 

*7 62 Imptement vocational education personnel policies 
established by the boards <4) 

*763 Comply with lawsr rates? arid regulations .per'taihi hg~ 

to the employment of vocational education personnel. (4) 

*764 Prepare a job description for all positions* <4) 

765 Maintain recruitment and selection procedures for 

vocational education faculty and other personnel* (4) 

_ _ _ ' _ _ . _ ^ _• _ _ 

♦ 766 Provide a. program of staff de ve I opinent • <4) 

767 Maintain a personnel handbook. <4) 

768 Maintain a salary and fringe benefit structured (3) 

■ « 
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— 


Maintain staff mora 
coopcrati ve atmdsph 


*778 


Delegate resborisibi 


771 


Conduct staff m eeti 


*772 


Evaluate the perf or 


*773 


Maintain personnel' 



aabaseSsoi ai IfilSiuaitaiiaas 

*774 Conduct helping conferences with 
staff /faculty members < 5 ) 

77 5 Engage in reinforcement* (4) 

776 Cope with and manage inappropriate behaviors. <4> 

777 Seek and recognize verbal and non-verbal feedback. 

778 Establish effective working relationships with 
other system personnel* (4) . : 

779 Coordinate vocational instruction with the 
academic program. (45 

780 Work cooperatively with groups* (4) 

781 Articulate curriculum with other agencies (tocat* 
community college* ind university)^ (4) ;> 

782 Communicate curricula with public. (A) 

783 Link relevant resource persons and information 
systems. ( 4 ) 

784 Identify t he voc-a 1 i ona t edu c at i on i n if or (nation 
needs of , individuals and groups within the 
coffiffiunit'y • (3) 

785 Speak in support of vocational education to 
individuals and groups* (4) 

786 >tepare news releases; brochures* arid -ot her printed 
materials to support vocational education. (3) 
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787 Disseminate vocationa I education informa t ion 

t h_r bu g h r a d j b V-vte l e y i-s4 b^ /— e x h=i-b-i t s> 'I h d 

other media. , (5) " 

*788 Ob t a i n . ad v i sor y committee(s) assistance tp_ 
facilitate sc hob com muni t y relations. ( $ ) 

789 Inform the Community, regarding provisions of 
laws pertaining to vocational education. (<■} 

*79 0 Respond to both positive and negat i ve community 
feedback related to the vocational education 
program. ( A ) 

*791 Present logical/ factual* an'd documented support 
for recommendations arid proposal^ pertaining to 
the vocational education program. (3) 

^ j _. * _ _ _ 

792 , Prepare status reports on vocational education* (4).. 

*793 Articulate vocational education needs and programs 
wi th representatives of tabor * arid btti'er community/* 
groups. C*J ^ -^^.Jr 

794 Organize exchange visitjj between s tuderit *T "a-rfd 
community organizations. (3) "" ; J ; 

795 Implement policy for i ri t e rri a I /ex t e rna I - 
communication for vocational education. (3) 

- 'P- . • ■ n ' 

796 Write memos* letters* riot i c es * et c • # to transmit 

information about the vbcatibrial education 
program. < 5 ) - *, 

797 Conduct >recogni ti on orograuts f or school and 
community supporters of vocational education. (3) 

798 Develop vocational education ope r at i ng po t i c i e s * ( 3 ) 



*799 Coordinate recruitment and admissions of 

^ ■ _* _ ___»^ . ■ • ** 

vocational students • A3) 

*800 Provide a vbcatibrial student counseling program* <3) 

*801 Protect thf health arid saf et^of the vbcatibrial 
education* students arid staff. (4) > 

'802 Maintain a system of s t uderi t s f records • <3> 



Revised 8/83 
Director 



803 Cob rd i hat e t h e voc a t i on a t- s tudent t ranspor t a t i bri 
system, <3 > * ^ 

805 Arrange for a vocational, student work experience 
p r b § r a m • ( 3 ) 

*805 Supervise a system of vocational student 
placement and fol low-up. (3) 

806 Promote operation of the student . government • <3) 

807 Maintain a system of Student rules and 
regulations. (3) 

*808 Evaluate the total student services programs (3) 

y 



*809 Adhere to a professional code of ethics. (5) 

*810 Participate in professional organizations,! (5) 

811 Prepare a tong-range persona t /prof essi bha I S 
development plan. (4> \ 

812" Implement a self-improvement plan. (55 \ 

813 Maintain positive mental health^ (5) 

81£ Apply current vdcat iona I education leadership 
theory and practice. (SJ 

815 Read professional literature. (5) 

816_ Mai ntain^ p^ phi losop'Rys. 

of educatioru ^ 

*817 ^^ erm ^ e ^ c1 ^^y_? n §_ e ^ a !P fflen ^ needs for tKe 
vocational education program* (3) 

818 Provide for the security of vocational education 
plant* equipment* and personnel. t3) , . - 

• • . - ' _ ■ ■ ■ V - - ' -\ • - • 

819 Maintain voca t i ona fe,edu ca t i on f ac i I i ti e S and 

equipment in cbmp l-fcinc jj with all cbdeS> laws/ 
rules* and regulations. <4J \ 
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*820 Maintain vocational education ptant and equipment 
in a safe* clean* operable conditions (4) 

321 Coordinate the p I ann i ng * i: ons t roc t i on * a n d _ 

equipping of new and/or expanded facilities 
•J ? for vocational education^ (3) 

822 Maintain ajS.yste'n for receiving* storing* and 
dispensing materials* eqtj i Pjient * and supplies 
for vocational education. (3) 

* 8 2 3 Supervise the v be a tl bha I fac^»t i t i es to allow 
optimum utilization consistent with safe and 
efficient instruction* (4) 

824 Apply policy regulating the use of the vocational 
facilities. 13J: 

82 5 Supervise food service facilities; (3) 



+ 82,6 Prepare an annual budget for vocational 
education. C3J 

827 Prepare a capital improvement budget for a 

vocational facility expansion or construction* (3) 

, ^8 Locate potentia.1 sour ce s of° fundi ng for hew and 
continuing vocational program operation and 
dev/el opment • <3i 



* 8 2 V Adrnini ster^atm^at vocational education budget in 
tine with approved policies and priorities; <3? 

830 Inptement procedures for pu ir c ha si ng* r ec e i v i ng i* 
dispensing* and accounting for education supplies* 
equipment* and services. (3) 

831 Maintain an approved accounting system providing 
control* analysis* and fu'dit.f.ef all vocational 

ef ducat i on program f urids* ( 3) 

832 Ana ly2e the cost of operating a vocational 
^.instructional program, (3) 

833 Mai ntain insurance coverage for the vdcat i ona I 
education program. (3) ^ ^ 



-8- 



Revised 8/83 
Director 



24 



ERIC 



File reimbursement claims with the State Bureau, 
of Vocational Education; (3) „ 



835 Prepare proposals for special federal and state 
vc;a*ional funding. * ( 3 ) 

836 Present financial status reports to the vocational 
educotion governing board and/or appropriate 

Ope rating com mttee. s; (4) 



iJQI£: Alt competencies marked with ah a s t e t i s Ic ' < * ) are key ^nd 
usually require extra doc Umeh t a % i bh as well as being 
evaluated by your STE in addition to your SLRP ind FRP. 
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VOCATIONAL SUPERVISOR COMPETENCY ASSESSMENT" FORM 



Competency : Assist iris tractors to cjevelop 

terminal performance objectives 
and validate with craft advisory 
cotranittee. ■ - * 

Criteria : 

In assisting instructors 'to develop terminal ; 
performance objectives, ihe supervisor : 

1. provided examples- of clearly stated objectives, 

2. provided resource materials. ................... 

In re viewing the terminal performance objectives ^ 
th e supervis or ch ecked j-us t' the v obj 



3. 



4. 
J 



'6. 

7. 
8. 

9. 

10. 

ii. 



identified entry-level job skills listed in the 
occupational analysis. ......................... 

translated entry-leve] "jbb skills into state- 
ments- of* observable behaviors. ................. 



identified conditions under which the student 
would exhibit* competency attainment. . . . . 



identified the standard*of acceptable 
performance. ............... . . . « . . 



identified attitudes necessary for performance, 

used^a. separate statement to express each 
performance. 

stated the objectives in language clear to 
students. . • 

had been validated by the craft advisory 
comrni t tee 

were revised according to suggestions of the . 
craft advisory committee 



LEVEL OF PERFORMANCE 


N.A. 


NOTI ATTAINED! 


pa 

. § 

■ % 


i 








^ — i 








• 


6 

"\ 


* 
















> 
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Evaluates' s Initials ' Date 
VECS 20 & 21, 8/80,. TU, Revised 

'' v • . . • • •• ' . . • 



•EvaluaUbr's Initials 

2B ~^ 



Date 



J 



Indiana university of: PENNSYtyAis) i a ; 

' " Vocational teadership Development Program 

• __ ^ _ 

- ___C£__Q__ ___-_i_Q!D-:--_ fi-Q 

• • • • t'% ■' ~. 

____: _1 , : __ „ ____:_-_. 

_____£_£___ \|_^E_?- ?22 . ; •' 

. * J* . y _ ' ■ 

£QM2£I£y£I / IIIL£ 2 . Assist instructors .to develop terminal 

< performance obj actives and validate with 
craft advisory committees. 

- * — ' 

£5ifEfii* 5£i££ii§£: (which criteria on the LPAF for this 
competency yill be checked as "N/A" arid which will be 
checked-as " A t t a i h ed M ? ) 

"N/A" Criteria: . 

" A 1 1 a i hed M lC r i t er \ a: 

_ & 

3A££GB-_UnJ2 (IH£QBI> BE_iQyS££S. 1" 
For this competency you may wish to rrad any or all of the 
following resources: 

1i AAVIM* C8AE Modale Number tT-5-f> , 
"Direct Cyrricutuin 6e ve topmen fc>" 
pp;^2 8-39.* 

tl Professignat Preparation Module Series/ 

Number X-E> "Prepare Valid Performance Objectiyes^" 
(the entire module applies to this competency). 



AAVIM PBTE Module Number <-4* . 
"Provide Instructional Materials for C B E * ' 
; pp. ,34-36. 



4. AAVIM P3T £ Module. Number B-2* 

'Oe ve lop Student Performance Objectives/ 



tf 



4 



(the erifcire module* applies for fhis competency) 



~ — > ; -"■e- i -Kv"-MrL-eN--8-3'- 



reading did you find particularly ^important or 
valuable?) 

- » 

2. ■ ■ ■ 

U 

4. ... 



ll!Et£S£SI&ii2S £tfiSs (Your implementation plan 
should reflect your key pdints and should be 
approved by your resource pe r son ( s ) B££QB£ you 
take an/ action.) 



As you devetop this compe t en c y * document your actions. 
This documentation could include: 

1 A p.aFtiat listing of the validated tasks 
•developed for Competency 719* 

2i A brief discussion (limited to the equivalent of two. 

iouble-spaced typewritten pages) of how you applied the 
theory in assisting with the devel opmen t of TPO s . 

3?" Samples of 10-20^TP0s developed O from the list in 
item No. 1 above. 

~ ■ 

4? Minutes from the craft a Id v i s o r y comm i 1 1 e e d i sc uts s i n g * ( a > how 
assurariceis made to have |U students prepared for mQSl jobs* 
and (b) a written endorsement of the objectives that they 

accurately reflect the needs of basiness/i ndastryi 



(SLRP) 
(FRP) — 



-3- 



El<. ALLEN 83 



23 



vocational supervisor gompetency assessment form 



ey_: 



^Criteria: 



Assist instrudtors to develop 
terminal performance objectives^ 
and validate with craft advisory 
committee. 



lit assisting instructors to develop terminal 
performance objectives , the supervisor ; 



1. provided examples of clearly stated objectives, 

2. provided resource materials. 



_ _ 2. _ _ 



In reviewing the terminal performance objectives , 
the supervisor checked just the objectives that : 



identified entry-level job skills listed in the 
occupational analysis. 



translated entry-ieve3 job skills into state- 
ments of observable behaviors. 



identified conditions under which^ the student 
would exhibit competency attainment/^ ........ . 



6. 

7. 
8. 



identified the standard of acceptable 
performance .....,........./;...« 



identified attitudes necessary for performance. 



used a separate statement to express each 
performance . v. . • ................ • 



9. 



10. 



II. 



stated the objectives in language clear to 
students 

had, been validated by the craft advisory 
committee, i • • . 



weri revised according to suggestions of the 
craft advisory committee 



LEVEL OF PERFORMANCE 


• 

55- 


wot attained: 


ATTAINED 


i . / 






- -/■ 

































































Evaluk tee's Initials Date Evaluator's Initials Date 

7ECST20 &j 21 , 8/8lT^fUT Revised 




INDIANA UNIVERSITY OF PENNSYLVANIA 
feenter for Vocational Personnel Preparation 
Leadership Development 



GUIDE FOR COMPETENCY DOCUMENTATION 



Having conducted a self-assessment and School Leadership Resource Person 
(SLRP) assessment of the competencies for supervisor of vocational edu- 
cation, those competencies identified as being' "documented" Require the 
often difficult task of locating supporting documents or evidence as 
proof of competence at a specified level. This "Guide" is designed to 
assist you in that task. 

? or _^ke competencies identified as "documented," respond to each statement/ 

question below prior to locating the supporting evidence. Then submit 

the "Guide" to your Resource Person for- discussion arid suggestions. 

■ - f; 
j> ..." 1 

1. How did you acquire the experience for competency ? 



2'. When did the experience take place? Number of times provided? 



3. Who were the recipients of your help/service? (Provide names of 
instructors, staff members, administration, etc.) 



4. Who observed the experience? (Submit namefs] of Supervisor, Director, 
Principal, etc.) 



What evidence will you be presenting to verify this experience?** 



(Name) 



♦Substantial evidence is required onJ^_f^^lie^ 



-Your;-Resour ce~~Fe r son arid SLRP will determine the extent of documentation 
for non-starred competencies. * ~s^p 



